This study aimed to test the buffering role of social support on the relationship between job stress and intention to leave through investigating different aspects of job stressors and support sources. Participants were 116 white-collar employees from various sectors in Turkey. The results indicate that supervisor support has reverse buffering effects on the relationship between "role and work overload" and "role insufficiency" with "intention to leave." Also, coworker support has a reverse buffering effect on the relationship between "role and work overload" and "intention to leave." This study is important since it demonstrates that the moderating role of social support may vary for distinct job stressors.
Introduction
To date, job stress has been studied as a stimulus (environmental demands), as a response (reactions of the individuals to demands), or as an interaction between demands and responses (Beehr, 1976) . In recent years, a successor to the interactional model, a transactional model of stress has been proposed defining job stress as a transaction between the individual and the environment in which an individual's continual cognitive evaluation of the environment takes place (Lazarus, 1991) . Furthermore, researchers have emphasized that contemporary research on job stress should adopt the transactional approach since it provides the opportunity to picture the dynamics of the entire process (e.g., Hurrell, Nelson, & Simmons, 1998) .
Research in the job stress literature indicates that stressors tend not only to affect individual physical and mental health (e.g., Siu, Cooper, & Donald, 1997) but also affect the organization the individual is working for through behavioral outcomes, such as in performance or counterproductive work behaviors, or through attitude in job satisfaction or organizational commitment (Jamal, 2005 (Jamal, , 2007 Netemeyer, Johnston, & Burton, 1990) .
However, the relationship between the stressors and the strains can be alleviated by various individual or situational variables. For example, the Demand-Control Model (Karasek, 1979) mentions that control buffers strain caused by job demands. This model is then expanded by the integration of social support in the model (Johnson & Hall, 1988) . Furthermore, the Effort-Reward Imbalance Model emphasizes that the imbalance leads to strain and that overcommitment moderates this relationship (Siegrist, 1996) . According to the Demand-Resources Model (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001) , which is more comprehensive than the Demand-Control Model, there exist specific risk factors for every job, and it has been suggested that these factors can be classified into two categories: job demands and job resources. Both demands and resources denote the physical, psychological, social, and organizational aspects of the job. As resources necessitate psychological effort or skills, these efforts or skills result in various physical or psychological complaints. On the other hand, job resources are functional in terms of reaching job purposes: they reduce job demands and the resulting complaints and finally prompt personal development, learning, and improvement. One of these most important resources is social support, and, according to the model, it is expected that strains will be less remarkable for those who receive support (Bakker & Demerouti, 2007) .
One of the strains due to demands is intention to leave. However, the studies in this field concerning the relationship between job stress and intention to leave have given somewhat contradictory results (e.g., Huang, 2005; Leong, Furnham, & Cooper, 1996) . One explanation for this, according to Demand-Resources Model, might be the probable salience of moderating variables that can alleviate the adverse effects of job stressors on intention to leave, such as social support. There have been very few studies investigating the role of social support on the stressor-intention to leave relationship, however, and even their results are inconsistent (e.g., Kim & Stoner, 2008; Nissly, Mor Barak, & Levin, 2005) . When looking further at these studies, several issues can be mentioned. First of all, these studies do not feature different dimensions of job stressors and social support simultaneously. Furthermore, in these studies, the job stress construct is measured as perceived stress. Vagg and Spielberger (1999) , however, recommended that job stress should not just be examined on the basis of perception or frequency alone but rather that these should be combined in an appraisal that constitutes the interaction of the dimensions of both frequency and discomfort. Moreover, the samples of these studies constituted employees from social services and education. To fill in these gaps, the present study first of all investigated social support in terms of work (supervisor and coworker) and out of work support sources. Secondly, we examined job stressors using the Job Stressor Appraisal Scale (Özalp Türetgen, Sertel Berk, Basbug, & Unsal, 2012) , developed in line with Vagg and Spielberger's suggestions, which measures five distinct job stressors: "work and role overload", "organizational norms and practices", "insecure relationships", "role insufficiency", and "physical work demands". Finally, the role of the sources of social support in the relationship between the five appraised job stressors and intention to leave were tested on a sample of employees working in various sectors.
Intention to Leave and Social Support in the Job Stress Process
Intention to leave is considered by Mobley (1977) as a rational step that follows job dissatisfaction in the process of job withdrawal that may result in quitting the job. While job dissatisfaction is viewed as a substantial reason for intention to leave (Hellman, 1997) , quitting a job is viewed as the most significant outcome within this process; however, it is also suggested that this intention may be affected by certain attitudes, such as job satisfaction and organizational commitment (Calisir, Gumussoy, & Iskin, 2011) , as well as perceptual variables like the presence of alternatives and the labor market situation (Carsten & Spector, 1987; Michaels & Spector, 1982; Mobley, Griffeth, Hand, & Meglino, 1979) .
Several studies have shown a moderate relationship between job stress and intention to leave (e.g., Allisey, Noblet, Lamontagne, & Houdmont, 2013; Duraisingam, Pidd, & Roche, 2009) . Studies that examine this relationship in detail reveal the mediating effects on these two variables of various attitudes, including job satisfaction (Jou, Kuo, & Tang, 2013; Rasch & Harrell, 1989; Simmons, Cochran, & Blount, 1997) , organizational commitment (Antón, 2009) , and occupational commitment (Klassen & Chiu, 2011) .
Nonetheless, there is evidence for a lack of relationship between job stress and intention to leave (Leong et al., 1996) . Such contradictory findings may stem not only from the mediating effects but also from miscellaneous individuals (Chiu, Chien, Lin, & Hsiao, 2005; Shader, Broome, Broome, West, & Nash, 2001) or situational (Pomaki, DeLongis, Frey, Short, & Woehrle, 2010) moderating variables. One such variable is social support, defined as supportive interaction or give-and-take within an individual's formal or informal affairs (Thoits, 1982) . Social support can be provided from two different sources: support received from work and support received out of work, although some authors employ three categories-support received from the employee's manager (supervisor), from coworkers, and from non-job sources (Kaufmann & Beehr, 1986) .
Social support is considered to be a variable that can diminish the negative effects of job stress, and for this reason its effects as a buffering variable have been tested in the job stress process (e.g., Chiu, Yeh, & Huang, 2015; Parkes, Mendham, & von Rabenau, 1994; Schreurs, Hetty van Emmerik, Günter, & Germeys, 2012; Viswesvaran, Sanchez, & Fisher, 1999) . However, there are studies that do not support this buffering hypothesis (e.g., Beehr, Jex, Stacy, & Murray, 2000; Ko & Yom, 2003; Rahim, 1997) ; while social support is sometimes observed as having a buffering effect on certain strains, but not for others. For instance, some studies have indicated that social support has a buffering effect when the strains concern mental and physical health, although this has not been demonstrated if the strains are job related (Jamal, 2013; LaRocco, House, & French, 1980) . In another study, such an impact was shown in role performance but not in extra-role performance (Schreurs et al., 2012) .
Another factor that can play a part in contradictory findings is related to the source of social support, that is, who provides the social support. In relevant literature, it can be seen that the buffering role of social support is reported only for some sources but not others (Dormann & Zapf, 1999; Leather, Lawrence, Beale, Cox, & Dickson, 1998) . In general, while sources like work-related coworkers or supervisors support the existence of a buffering effect (Abdel-Halim, 1982; Reininghaus, Craig, Gournay, Hopkinson, & Carson, 2007; Terry, Nielsen, & Perchard, 1993; Vermeulen & Mustard, 2000) , support received from out of work does not seem to diminish the adverse effects of job stress (Leather et al., 1998) . Equally, the same support source can result in varying effects on the relationship between stressors and strains, depending on the types of stressors and strains. For example, supervisor support has been found to have both no buffering and a reverse buffering role, according to the stressor type (Ismail, Suhaimi, Bakar, & Alam, 2013) . In fact, as Cohen and Wills (1985) mentioned, in order to observe a buffering effect, there should be a match between the type of social support and the stressor. In conclusion, the buffering effect of social support on the relationship between stressors and strains seems to vary as a function of the type of variable under investigation.
On the other hand, a limited number of studies testing the buffering effect of social support in the job stress process have considered intention to leave as a dependent variable. These studies have presented a similar picture to that discussed above: for some, a buffering effect is supported, and for others not. For example, Pomaki et al. (2010) reported that social support received from coworkers weakens the inverse effect of workload on intention to leave in a group of apprentice teachers, while Kim and Stoner (2008) found a stronger correlation between role stressors and intention to leave in the condition of work-related low social support. However, Nissly et al. (2005) could not demonstrate a buffering effect on the relationship between organizational stress and intention to leave for either work-related or out-of-work social support, although they did observe a direct effect for social support received from work-a similar finding to that announced by Gray and Muramatsu (2013) . While both of these studies show that receiving social support directly decreases intention to leave, Beehr, Bowling, and Bennett's (2010) study showed a negative impact of social support on intention to leave when the support is received from coworkers. This finding indicates that social support may sometimes have detrimental effects.
To summarize, a few studies examining the influence of social support on the relationship between job stress and intention to leave have either focused on work overload (Pomaki et al., 2010) or role stressors (Kim & Stoner, 2008 ) as specific job stressors; but others have investigated global job stress (Gray & Muramatsu, 2013; Nissly et al., 2005) . The most striking feature of these studies is that only one has investigated this relationship with respect to various sources of (work and out-of-work) social support (Nissly et al., 2005) ; others have examined the effects of only work-related social support (supervisor and coworker) (Gray & Muramatsu, 2013; Kim & Stoner, 2008) or only coworker support (Pomaki et al., 2010) . Additionally, some have demonstrated a buffering effect (Kim & Stoner, 2008; Pomaki et al., 2010) , while others have not (Gray & Muramatsu, 2013; Nissly et al., 2005) . With respect to these results we investigated whether the expectation that the effect of work and role stressors on intention to leave will be buffered by work-related social support (Kim & Stoner, 2008; Pomaki et al., 2010) but not by support received from out of work (Nissly et al., 2005) , and whether this is valid for other sources of job stressors as well. Therefore, we hypothesize that: H1: The relationship between work and role overload and intention to leave will be buffered by supervisor social support. H2: The relationship between work and role overload and intention to leave will be buffered by coworker social support.
Furthermore, previous studies have only investigated job stressors as a role stressor and work overload or global job stress. However, as Cohen and Wills (1985) proposed, there should be a match between the type of stressor and social support in order to observe a buffering effect. Thus, to fully comprehend the process of job stress in relation to social support and intention to leave, this study investigates other job stressors in addition to work and role overload and explores whether the same relational patterns we hypothesized above can be observed for stressors of organizational norms and practices, insecure relationships, role insufficiency, and physical work demands.
Method

Participants
The participants comprised sample volunteer white-collar employees from different regions of Turkey, working at various companies in different sectors of a holding company. The questionnaires were sent to a total of 233 employees, and 116 replied, with a return rate of 49.8%. Their mean age was 34.7 (SD = 7.4); males comprised 67.2%, 60.3% were married, and almost 90% had at least a graduate degree. The tenure was 1-5 years for 44% of the sample. For almost 53% of the participants, work experience was more than ten years Materials Job Stressor Appraisal Scale (JSAS). This scale is one of the questionnaires of the Job Stress Battery (JSB) (Özalp Türetgen et al, 2012) . With 43 items related to different sources of job stress, this assesses both frequency (frequency of exposure to the source presented in the item) on a five-point Likert-type scale ranging from "never" to "always" and the intensity (extent of discomfort experienced when exposed to that source) on a ten-point Likert-type scale ranging from "nothing" to "a lot." For each item, frequency (five-point) and intensity (ten-point) scores are multiplied and summed in order to calculate the stress appraisal score. Higher scores indicate higher levels of job stress.
The scale has a five-factor structure ("Organizational Norms and Practices", "Role and Work Overload", "Insecure Relationships", "Role Insufficiency", and "Physical Work Demands"). Cronbach's alpha values were between .66 and .90 for the original version, and .90, .88, .82, .83, and .59, for each of the five factors, respectively, in this study.
Social Support Scale.
As another scale of the JSB, this 15-item scale measures social support through three distinct factors: support received from supervisors, from coworkers at work, and from family members or friends out of work (Sertel Berk, Özalp Türetgen, Unsal, & Basbug, 2010a), each on a five-point Likert-type scale ranging from "does not apply to me at all" to "it completely applies to me." Higher scores indicate higher levels of social support. The original version's convergent validity coefficients varied between .17 and .49. Cronbach's alpha values for the three factors as listed were between .80 and .87 for the original version. For this study, the values were .83, .86, and .80, respectively, and .87 for the total scale.
Intention to Leave Scale. In order to measure the construct, we specifically used the Intention to Leave Scale of the JSB job-strain questionnaire, which also includes questionnaires on job satisfaction, job performance, and affective commitment to the organization (Sertel Berk, Özalp Türetgen, Unsal, & Basbug, 2010b) . This scale comprises three items aimed at assessing whether the individual intends to look for another job and wishes to work in his/her workplace in the future on a five-point Likerttype scale ranging from "not appropriate for me" to "completely appropriate for me."
The original study validated a four-factor structure indicating the dimensions denoted above, and the scale convergent validity coefficient was .44. Cronbach's alpha value was .73 for both the original and for this study.
Procedure
All the questionnaires of the study were e-mailed to a total of 233 employees by the HR department of the organizations that gave permission for this study. The instructions sent in the mail specifically emphasized the complete independence of the study from and inaccessibility of responses to other members of their organizations. For the purpose of further confidentiality, even though the questionnaires were e-mailed, all the forms were filled out by paper & pencil. Respondents were also asked not to disclose information about their identity. A final total of 116 replied, posting their responses to the researchers.
Results
Initially, two distinct analyses were conducted to control for the common method variance as the data were gathered from self-report questionnaires using a crosssectional design. Harman's one-factor test technique was firstly used (Podsakoff, MacKenzie, & Podsakoff, 2012) . In this technique, all of the item responses in all the study scales are entered into an exploratory factor analysis using an unrotated principal components method. This preliminary analysis yielded a 16-factor structure of eigenvalues greater than 1 with the first factor explaining almost 21% of the total variance. Thus the majority of the variance could not be attributed to a single factor. Then, a confirmatory factor analysis was performed where all variables were entered as indicators of a single latent variable vs. the indicators of three distinct major variables of job stress, social support, and intention to leave. This three-factor model demonstrated better fit indices than the single-factor model, with a significant chi-square difference test (X 2
(3) = 433.19, p < .001). Taken together, these findings indicate that common method variance does not substantially influence the validity of the statistical tests employed for our hypothesis.
Descriptive statistics and Cronbach's alpha coefficients of and Pearson correlation values between scale scores and intention to leave for each type of job stressor and social support are presented in Table 1 . Looking at the correlations of the variables in the study with intention to leave, it can be seen that the Pearson coefficients of intention to leave with all the job stressors were significant, except for physical job demands and social support sources. None of the relationships concerning social support from out-ofwork with job stressors were significant, whereas social support received from work (both coworker and supervisor support) yielded varying degrees and strength of correlations with respect to the type of job stressor. To test the role of different sources of social support on the relationship between stressors and intention to leave, four distinct hierarchical linear moderating regression analyses were conducted. For each analysis, one of the four types of job stressor (i.e., one of "organizational norms and practices", "role and work overload", "insecure relationships", or "role insufficiency") was entered in the first block, all three sources of social support (out of work, supervisor, and coworker) were entered as moderators in the second block, and the products of the relevant job stressor and each source of social support were entered as interaction effects in the third block; these were all regressed upon intention to leave. Since physical work demands were found to be unrelated to intention to leave, that factor was excluded from the rest of the analysis. The results of each analysis are summarized in Table 2 . Note: Scale scores are standardized before the analysis. The standardized ß coefficients are those obtained at the third block. ∆R² values are recruited from step 1 for job stressors, step 2 for social support sources and step 3 for interaction effects. SS= Social Support.
*p < .05, **p < .01, ***p < .001.
As can be seen in Table 2 , all job stress factors significantly predicted intention to leave. In terms of variances explained, insecure relationships had the lowest predictive value, while the most powerful predictor was role insufficiency. Table 2 , social support received from out of work did not buffer the negative effects of job stress on intention to leave for any type of job stressor. However, social support received from the supervisor was observed to moderate the relationship of "role and work overload" and "role insufficiency" with intention to leave. On the other hand, for each of these, the relationship between job stressors and intention to leave was stronger for high than for low social support received from the supervisor, indicating a reverse buffering effect (see Figure 1a and Figure 1b , respectively). Simple slope analysis (Aiken & West, 1991 ) also revealed that for high level of supervisor social support there was a significant relationship between intention to leave and role and work overload (b = .360, t = 3.043, p < .01), and role insufficiency (b = .649, t = 5.692, p < .001); and it was insignificant for low level of supervisor support ( b = -.002, t = -.015, p > .05; b = .215, t = 1.649, p > .05, respectively). The result referring to the reverse buffering effect of supervisor support on the relationship between work and role overload and intention to leave is contrary to H1 where buffering rather than a reverse buffering effect was expected. Table 2 shows that only the relationship between role and work overload and intention to leave was moderated by social support received from coworkers. However, as can be seen in Figure 1c , social support received from coworkers also had a reverse buffering effect on that relationship, which contradicts H2. This means for those employees who received high social support from their coworkers, the inverse effects of role and work overload on intention to leave tended to increase. According to simple slope analysis, there was a significant relationship between intention to leave and role and work overload for a high level of coworker support (b = .388, t = 3.067, p < .01). However, for low level of coworker support, this relationship was insignificant (b = -.030, t = -.212, p > .05). 
As presented in
Figure 1a. The Significant Moderating Effect of Supervisor Social Support on the Relationship b/w Role and Work Overload and Intention to Leave
Discussion
The main purpose of this study was to test the buffering effects of various sources of social support on the relationship between distinct job stressors and intention to leave. The findings suggest that supervisor support moderates the effects of role and work overload, and role insufficiency on intention to leave. Coworker support is indicated only to be a moderator for the relationship between role and work overload and intention to leave; yet, these moderations turn out to be reverse buffering effectsin contrast to our hypotheses. Although no such finding has been reported in the limited number of studies considering intention to leave, Bakker and Demerouti's (2007) suggestions might offer an explanation for these findings. According to their Demand-Resources Model, the reason why various support sources play a buffering role changes as a function of different types of job stressors. For example, when considering supervisor support, it can be both helpful and harmful: the appreciation and support can, on the one hand, be useful as it may help one cope better with job demands, while it can, on the other hand, implement an additional demand, indicating reverse buffering.
When focusing on general job stress literature, Rauktis and Koeske (1994) found that supervisor social support has a reverse buffering effect on the work overload and job satisfaction relationship. Correspondingly, Fenlason and Beehr (1994) , investigating social support factors that influence the relationships between job stressors and strains, demonstrated that, whereas positive communication content from the supervisor is a buffer, negative communication content from coworkers inflates the adverse outcomes of job stress. Similarly, Kaufman and Beehr's study (1986) also reveals that support received from both the supervisor and from the coworkers has a reverse buffering role with respect to the effects on various strains of workload and role insufficiency. In their explanations of these findings, the authors claim that if supervisors are the source of stress, and, at the same time, themselves the source of support, then this support is likely to be appraised as stressful (see also Beehr, Farmer, Glazer, Gudanowski, & Nair, 2003) . For these employees, therefore, receiving social support may increase their perceived stress.
With respect to coworker support, Beehr et al. (2010) showed that supportive interactions with coworkers may increase the intention to leave a job. Clearly, it is not the mere presence but also the content of support received from the organization that matters: support that reinforces conversations and disclosure of negative aspects of the job can create a reverse buffering effect. This effect could even be more pronounced in the case of individuals who work in the same department, with negative sharing of stressors like workload. In cultures presenting high in-group collectivism, like Turkey (Kabasakal & Dastmalchian, 2001) , treating family and close coworkers as in-group may elevate negative communication by increasing social support. As the content in the support has not been considered in this study, the level of its operation on the findings is not clear. Consequently, future studies that investigate intention to leave in the job stress process should also take into account factors such as the content of the support and how it is perceived.
With respect to other stressor-strain relationships, our results revealed no buffering effects of social support. For organizational norms and practices, as well as insecure relationships, support received from either the supervisor or coworkers did not show a buffering effect; support received from coworkers showed no buffering effect in respect of role insufficiency. Supervisors are themselves integral to organizational norms and practices, and, as can be seen in Table 1 , perceived support from the supervisor decreases with the increases in organizational norms and practices appraisal scores. A similar relational pattern was also observed in the insecure relationships factor for both supervisor and coworker support. Even though they are considered the main sources of support, it would appear that supervisors and coworkers may, conversely, cause a perception that the relationships are indeed insecure; or, to put it another way, the presence of support from these sources may not indicate a decrease in perceived stress in terms of these stressors since such a connection may actually hinder the moderating effects on the stressor-strain relationship of these support sources. Still, overall, insignificant results concerning buffering effects may connote the importance of a match between stressor and social support sources (Cohen & Wills, 1985) .
As expected, support received from out of work sources had no buffering function on the effect of any of the job stressors on intention to leave. The buffering effect of non-work support in the process of job stress has rarely been investigated. But in one study, Leather et al. (1998) demonstrated that, rather than the support received from out of work, it was support provided by the organization that reduces the negative effects of job stress. Nissly et al. (2005) , too, reported that non-work support has no effect. As Cohen and Wills (1985) has emphasized, a buffering effect will appear only if specific stressors match with certain support sources. Leather et al. (1998) explain this finding by suggesting the possibility that only the perception of formal support from the organization can buffer the increased negative effects caused by exposure to workplace stressors. That major support coming from within the organization can lead to workrelated employee development, which in turn may enable employees to better cope with problems, may be the main reason for this. Also, it is probable that non-work support sources buffer the relationship between job stressors and individual strains rather than organizational outcomes. For instance, in one study, although family support was found to buffer burnout-a type of individual strain-support received from coworkers and supervisors did not reveal such an effect (Baruch-Feldman, Brondolo, Ben-Dayan, & Schwartz, 2002) . Therefore, support received from out of work cannot be assumed to buffer the stress-intention to leave relationship, which is a type of a work-related strain.
Finally, it is worth mentioning additional results regarding the main effects of job stressors on intention to leave. The findings revealed that all the job stressors, except for physical work demands, moderately predicted intention to leave. In other words, in line with many other studies in this area (Duraisingam et al., 2009; Gaither, Kahaleh, Doucette, Mott, Pederson, & Schommer, 2008) , it was found that those who experience higher stress tend to leave their jobs more. However, it is interesting that role and work overload, which is the most frequently investigated job stressor with respect to its effects on intention to leave (e.g., Gray & Muramatsu, 2013) , turned out to have the lowest predictive value in this study. On the other hand, the less highlighted stressor, role insufficiency (e.g., Rahim & Psenicka, 1996) , did predict intention to leave more highly than all the other relevant stressors. This may indicate that role insufficiency should be considered in more detail in further studies.
Regarding the limitations of this study, we should first address the characteristics of the sample with respect to limited size and employee type, consisting only of whitecollar employees. This was due to the permission received from a limited number of companies. One must be cautious when generalizing the findings to the whole population of white-collar employees. A similar study could be conducted with larger samples and blue-collar employees. Secondly, with its cross-sectional design, this study is prone to those criticisms of causality applied to other studies with a similar design. For this reason, further studies should be longitudinal in nature. Additionally, the job stressors measured in this study are subject to the restrictions of the instrument they have been used to measure. Still, that the scale used here is a tool developed in Turkey is an important aspect of this study.
Regarding the strengths of this study, it is one of the few studies to investigate the role of social support in the effects of job stressors on intention to leave. Furthermore, it tests various job stressors with different sources of social support all together, which is important since this showed that the moderating role of social support may vary for distinct job stressors. Notwithstanding these positive points, however, the most important aspect of the study is that, to the authors' knowledge, this is the first study in the area to illustrate a reverse buffering effect with respect to intention to leave.
Reflecting on these findings from the perspective of organizations, it can be concluded that, in order to hamper intention to leave, which is the most fundamental predictor of leaving a job, stressor reduction can be substantial if the direct effects are taken into account. With respect to reverse buffering effects, it is apparent that organizations tend to have limited control over support received from out of work, so it will probably be more efficacious to focus on support sources from within the organization. One of the steps that could be taken is to train supervisors and give them feedback in how to mentor their employees regarding the quality and type of social support. Correspondingly, special emphasis should be placed on increasing both the quality and the quantity of social support provided by coworkers.
